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AGREEMENT BETWEEN 
THE BOARD OF EDUCATION OF 
HASTINGS-ON-HUDSON UNION FREE SCHOOL DISTRICT, 
Hereinafter called “the Board,”
And the
ADMINISTRATIVE ASSOCIATION OF HASTINGS-ON-HUDSON, 
Hereinafter called “the Association.”
ARTICLE I 
RECOGNITION
The Board hereby recognizes the Association for the purposes of negotiating 
collectively over the terms and conditions of employment pursuant to the Public 
Employees’ Fair Employment Act, as the exclusive representative of the 
administrators of the Hastings-on-Hudson School District, except for the 
Superintendent, Assistant Superintendent, Business Manager and other personnel 
who have been declared managerial.
Wherever the word “administrator” is used herein it is intended to mean a member of 
the bargaining unit regardless of his or her specific title.
ARTICLE II
COLLECTIVE NEGOTIATIONS
1. The terms and conditions of employment provided in this Agreement are 
effective from July 1, 2006 to June 30, 2009. Because of the special nature of 
the public education process, it is recognized that matters may from time to 
time arise of vital concern to either party which have not been fully or 
adequately negotiated between them. It is in the public interest that the 
opportunity for mutual discussion of such matters be provided. The parties 
accordingly agree to cooperate in arranging meetings, selecting 
representatives for discussion, furnishing necessary information and otherwise 
constructively considering and resolving any such matters.
2. The Board and the Association agree to negotiate in good faith in an effort to 
reach agreement on the terms and conditions of employment of the 
administrators.
3. During negotiations, the Board and the Association shall present relevant data, 
exchange points of view and make proposals and counter-proposals.
Negotiations shall be conducted by a team of not to exceed five nor less than 
two from the Association. Each team may have legal counsel present as 
negotiator or otherwise and may from time to time invite to the negotiation
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discussions a limited number of other persons whose presence is reasonably 
required as participants. The Board shall, within reason, make available 
records, data and information in its possession (including line budget items 
where developed) which are directly pertinent to a topic under negotiation. 
Negotiated agreements arrived at shall be reduced to writing and signed by 
the Association and the Board.
4. Neither party in any negotiations shall have any control over the selection of 
the representatives of the other party and each party may select its 
representatives from within or outside the School District. While no final 
agreement shall be executed without ratification by the members of the 
Association and the Board, the parties mutually pledge that their 
representatives will have all necessary power and authority to make 
proposals, consider proposals and reach compromises in the course of 
negotiations, subject to the final approval of the members of the Association 
and the Board.
ARTICLE III
DUTIES AND RESPONSIBILITIES OF ADMINISTRATORS
Except as required by this Agreement, the duties and responsibilities of 
administrators in any position in the negotiating unit will not be substantially altered or 
in any way increased without a formal meeting between the Association, the 
Superintendent and Board members. It is expected that all duties and responsibilities 
covered in this Article will agree with the statement of duties and responsibilities that 
will emerge as the District codifies its policies.
Each administrator shall receive a copy of his or her job description. New hires shall 
receive a copy of their job description which shall include the chain of command for 
central office personnel.
ARTICLE IV
POLICIES RELATED TO SCHOOL OPERATIONS
Prior to adoption of any policy which will materially affect an area of school 
operations in which one or more members of the Association has substantial 
responsibility, the Board shall consult with, and solicit comments from, the 
Association or individual members thereof, as appropriate, concerning such policy. 
Final decisions with respect to all school policies shall, of course, be made by the 
Board.
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ARTICLE V
WORKING CONDITIONS OF ADMINISTRATORS
A. Term of Employment
1. Administrators shall be employed for a period of twelve (12) months each 
year. One (1) of the twelve (12) months shall be a vacation month with the 
understanding that a vacation month is the equivalent of twenty-two (22) 
working days. Vacation months will generally be July or August. The specific 
vacation time taken shall be by agreement with the Superintendent. It is 
understood that fifteen (15) to twenty (20) vacation days must be used during 
July and August with the remaining days to be used during other recess 
periods. The Superintendent may approve vacation days taken at other times.
2. Administrators are required to work during either the midwinter or spring 
recess period on days when the schools are open. The decision on which 
period is to worked will be made by the Superintendent and will be determined 
by July 1 of each year. The Superintendent will consult with the Association 
prior to making the decision. Administrators will be allowed to take off on any 
days on which school buildings are closed during that period.
3. Administrators shall be entitled to all holidays to which the instructional staff 
are entitled in the District’s yearly calendar, except that in the customary 
exercise of an administrator’s executive responsibility he or she may be 
required to be available for a necessary purpose at the request of the Board or 
the Superintendent. In addition, administrators will be entitled to the same 
time off during the December recess period as the instructional staff.
4. Administrators may carry over from year to year accrued unused vacation 
days with the approval of the Superintendent of Schools. Notwithstanding the 
yearly accrual of twenty-two (22) vacation days, administrators may 
accumulate, with the approval of the Superintendent, unused accrued vacation 
up to a maximum of twenty-two (22) vacation days. Accordingly, at no time 
may an administrator have unused accrued vacation time exceeding forty-four 
(44) days, including the yearly accrual of days.
Upon separation from employment with the District either by resignation, 
retirement or death, administrators will be paid for accrued unused vacation 
days, not to exceed twenty-two (22) days. Payment for accrued unused 
vacation days will be computed at 17240th per day of the salary of the 
administrator at time of payment.
The district will provide an accounting of each administrator’s vacation days 
that are accumulated an unused by October 1 of each school year.
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5. If an administrator is not to be continued in employment, notification will be 
provided no later than May 1, unless the end of his or her probationary period 
is other than June 30, in which case the administrator shall be given notice 
thirty days prior to the anniversary date of his or her appointment.
B. Sick and Personal Leave
1. Administrators shall accumulate sick leave at the rate of fifteen days per year 
for each year of service in the District. Sick leave may be used for personal 
illness and/or family illness. Administrators are required to furnish a doctor’s 
certificate for absences which extend beyond ten consecutive work days. The 
District will provide an accounting of each administrator’s sick leave 
accumulation by October 1 of each year.
2. Sick leave may be used for personal illness or up to thirty days for the illness 
of the administrator’s spouse, minor children or persons permanently living 
with the administrator if that illness requires his or her presence at home.
3. Five days shall be allowed each year for personal business purposes. Three 
of these, if used, shall require a stated approved reason. Two of the total of 
five business days may be requested without a stated reason. Personal 
business days that are not used shall be added to the administrator’s 
accumulated bank of sick days. All personal business days must be approved 
by the Superintendent.
4. The maximum of combined sick days and personal days an administrator may 
accumulate is two hundred and forty days.
C. Sick Bank
A sick bank shall be established effective July 1,1991 as follows. During the first 
year of this Agreement the Board will contribute twenty-five days to the bank and 
each administrator shall contribute five days, for a total of fifty days. In each of 
the second and third years of the Agreement each administrator shall contribute 
three days to the bank. The bank may be used by any administrator who has 
used up his or her personal sick leave accumulation and who then suffers a long­
term illness. There is no limit on the number of days which any one administrator 
may use but the Board will not replenish the bank during the life of this 
Agreement. The bank will be administered by a committee of two persons, one 
appointed by the Superintendent and one appointed by the Association.
D. Bereavement Leave
Up to five school days shall be allowed, each year, for each death in the family. 
The immediate family shall include mother, father, brother, sister, husband, wife,
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child, mother-in-law, father-in-law, sister-in-law, brother-in-law, son-in-law, 
daughter-in-law, grandparents, aunts and uncles. These days are not cumulative.
E. Health Insurance
1. For the 2006-2007 school year, members of the administrative bargaining unit 
opting for health insurance coverage under the terms of this agreement shall 
be obligated to pay eight percent (8%) of the premium through payroll 
deduction. For the 2007-2008 school year, members of the administrative 
bargaining unit opting for health insurance coverage under the terms of this 
agreement, shall be obligated to pay nine percent (9%) of the premium 
through payroll deduction. For the 2008-2009 school year, members of the 
administrative bargaining unit opting for health insurance coverage under the 
terms of this agreement shall be obligated to pay ten percent (10%) of the 
premium through payroll deduction.
For each of the above years, the Board shall pay the remaining percentage of 
the Southern Westchester Schools Cooperative Health Insurance premium for 
all Administrators who wish to participate in this plan (individual or family).
The Board shall also pay premiums (individual or family) for Administrators 
choosing coverage through Kaiser-Permanente (HMO) up to the amount of the 
premium paid on behalf of the Administrators who receive coverage to the 
District’s primary insurance company.
2. (a) The Board reserves the right to change health insurance carriers.
However, the Board agrees to give the Association one hundred and 
twenty calendar days notice prior to a conversion. At the time of such 
notice, the Board shall also provide details of the plan to which it 
proposes to change. Within sixty calendar days of such notice, the 
Association shall provide the Board with a statement as to its position 
on whether the new plan is equal to or better than the overall benefit 
schedule of the current plan. If the Association objects to any portion of 
the plan, it must indicate where the new plan is out of compliance. The 
parties will work together to resolve areas of alleged noncompliance 
within thirty calendar days of the Association’s submission. Within 
ninety calendar days of the Board’s original notice, the Association may 
immediately demand expedited arbitration by submitting such a 
demand to either of the following two arbitrators: Susan Mackenzie, 
Esq., Dr. Arthur Jacobs.
(b) If the Association does not demand arbitration within the ninety day
period, the Board may convert to the proposed plan. If the Association 
does demand arbitration, an arbitration date will be set by the arbitrator 
within thirty days of submission of such demand and award shall be 
rendered by the arbitrator within ten days of the final date of hearing 
with a decision to follow thereafter. If the arbitrator determines that the
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proposed plan is not equal to or better than the overall benefit schedule 
in effect at the time of the proposed conversion, the Board shall be 
ordered by the arbitrator to remain in the existing plan. If the arbitrator 
determines that the challenged portion of the proposed plan is equal to 
or better than the plan in effect at the time of the proposed conversions, 
the Board may convert to the new plan. It is understood and agreed 
that moderate changes in co-pays and deductibles shall not be 
considered a change in the overall benefit structure.
3. Upon an administrator’s retirement into the New York State Retirement 
System (“NYSRS"), the Board will pay eighty-five percent (85%) of the health 
insurance premium (individual, two persons, or family, whichever is in effect at 
the time of retirement) as long as the administrator remains retired in the New 
York State Retirement System.
4. Members of the administrative bargaining unit who are covered under 
another health insurance plan through either spouse or relative may opt to 
waive coverage under the District’s insurance policy for a full year by 
completing the appropriate form furnished by the District. In order to be 
eligible for this option, a member of the administrative bargaining unit must 
certify that he or she has health insurance through another source other than 
the District. The district will pay these employees an amount equal to 50% of 
the individual health premiums that would have been expanded on their behalf 
had they opted for health insurance taking into account contributions that 
would be made by an employee to the insurance plan, any retirement, or 
social security that must be paid should such be necessary.
F. Additional Benefits
1. Each administrator will be entitled to be reimbursed up to a maximum of
$1,500 per year for the cost of additional health-related or income protection 
insurance upon presentation of bills to the Superintendent.
2. The Board will provide $700 per year to each administrator to be used for a life 
insurance policy.
3. Effective July 1, 1994 the District shall establish an IRS Section 125 Plan to 
cover solely health insurance premium contributions and uncovered medial 
expenses.
G. Expense Reimbursement
1. Reimbursement for actual and necessary expenses incurred for authorized 
District activities and professional meetings shall be made.
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2. Reimbursement for use of a personal vehicle for authorized travel on school 
business outside the District shall be at the highest rate existing in the District 
but in no event less than 20 cents per mile.
3. The Board recognizes that participation by administrators in school activities, 
PTSA meetings, local professional conferences and athletic contests held 
during the evening or on weekends may give rise to certain expenses such as 
meals which are properly school expenses when approved by the 
Superintendent.
Administrators will attend only one Board of Education meeting per month, 
unless specifically required by the Superintendent to attend other meetings. 
Reimbursement for the approved use of a personal vehicle for School District 
business shall be at the rate designated by the IRS for the then current year.
4. Reimbursement for all expenses shall be made after receipts for such 
expenses have been approved by the Superintendent.
H. Service Pay
Any administrator who:
1. Is hired after April, 1971, shall have served in the District as an administrator 
for not less than a period of twelve years; and
2. Submits a written irrevocable resignation to the Board not later than December 
1 or any year effective July 1 of the following year, shall, during the final year, 
receive an amount equal to the salary earned which he or she would otherwise 
have received plus an amount (herein called “service pay”) determined by 
multiplying the sum of $350 by the number of years of total service as an 
administrator in the District, provided that the total amount of service pay for 
any individual shall not exceed an amount equal to ten percent of his or her 
salary earned during the year immediately preceding his or her last year of 
service in the District.
I. Travel Insurance
The Board shall provide liability insurance coverage for an administrator above 
and beyond the maximum of the administrator’s personal coverage to satisfy the 
limits of any claim against the administrator arising from an accident while the 
administrator is traveling on District business, provided, however, the Board’s 
liability shall not exceed the maximum coverage provided for in its policy on the 
date of the accident.
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J. Personnel File
An administrator is entitled to know how his or her supervisor views his or her 
performance as an administrator in the District and, accordingly, at his or her 
request, an administrator’s personnel file shall be made available for his or her 
inspection, at reasonable times and intervals, and he or she may make copies of 
material in the file. Each administrator’s personnel file shall contain any written 
material used in evaluating the administrator’s performance in connection with (1) 
a decision which affects his or her career in the District, or (2) a reference 
concerning him or her given to another present or potential employer. An adverse 
judgment or observation by administrative personnel which is significant to the 
reaching of any such decision of the giving of any such reference shall be 
reduced to writing and placed in the administrator’s file. The Superintendent or 
his designee may be present while the administrator is examining his or her file.
At the option of the administrator, a representative of the Association may be 
present while the administrator is examining his or her file. When material which 
is critical of an administrator is placed in his or her personnel file, he or she shall 
promptly be advised thereof and shall have the right to prepare a written response 
to any such critical material and to have the response attached to it. At the 
request of the Superintendent or his or her designee, an administrator will sign a 
copy of the material to indicate that he or she has read it; his or her signature is 
not intended to indicate agreement with it. Letters of reference about an 
administrator given by his or her prior employers will not be open to inspection. 
However, at his or her request, the Superintendent will furnish him or her with a 
list of all letters of reference showing dates and names.
ARTICLE VI
PROFESSIONAL ORGANIZATION PARTICIPATION
1. The Board recognizes that participation in the activities of professional 
organizations will contribute to the professional growth of the administrative 
staff and thus be beneficial to the District. Accordingly, the Board will approve 
requests by members of the Association to participate in such activities to the 
extent that, in the Board’s judgment, they do not unreasonably impinge upon 
performance of each such individual’s duties in the District, it being understood 
that a special effort will be made to accommodate the needs of an individual 
who is undertaking some infrequent, special responsibility such as president of 
his or her professional association. It is expected that, in the normal situation, 
the Board’s authority in this regard will be exercised by the Superintendent.
2. Yearly professional dues of administrators shall be paid by the District up to 
the total amount per member for each year of this Agreement of $600.00.
Such payment of dues will only be made to recognized state and/or national 
education organizations.
6/ 14/06 8
ARTICLE Vii 
SALARIES
1. (a) Salary increases for each administrator shall be subject to a written
appraisal of his/her performance as determined by the Superintendent. 
Any administrator rated “Unsatisfactory” or “Satisfactory” will be 
provided with 1) areas of concern, 2) recommendations for 
improvement and 3) criteria for attainment. Subsequent performance 
and progress towards attainment of the recommendations will be 
reviewed with the Superintendent prior to January 1 of the next year.
(b) Salaries for the school years 2006-2007, 2007-2008 and 2008-2009 
shall be determined based upon the annual salary matrix for each year 
as hereto attached as Appendices A1, A2 and A3, each representing 
increases of 3.57%; 3.57%; and 3.57%, respectively.
(c) Each year administrators will be eligible for merit increases. Based 
upon the administrator’s performance, the following will occur: if the 
administrator’s performance is rated unsatisfactory, the administrator 
will not advance to the next step; if the administrator’s performance is 
rated satisfactory, the administrator advances one step; if the 
administrator’s performance is rated superior, the administrator 
receives two steps; if the administrator’s performance is rated 
outstanding, the administrator receives three steps. Additionally, in the 
year an administrator is awarded tenure, the administrator shall 
advance one step. All steps are 1%.
2. Each administrator may receive an additional one time payment of $1,000, 
separate and apart from the salary provisions set forth herein, upon the 
completion of ten graduate credits obtained during the duration of this 
agreement. No more than ten (10) credits per administrator will be 
compensated for during the term of this agreement. Further, any administrator 
who has a doctoral degree conferred during the term of this agreement shall 
receive a one time payment of $2,500. This payment shall be in lieu of and 
not in addition to the $1,000 which may be obtained upon the completion of 
ten graduate credits. This provision shall exist solely during the term of this 
agreement.
3. Any administrator hereafter employed by the Board will have his/her first 
year's salary determined by the Board. Thereafter, his/her salary will be 
determined by the plan set forth herein.
4. Upon the completion of ten years of active service in the Hastings School 
District, each administrator shall receive a longevity payment of $1,000 per 
year beginning in the 11th year. Upon completion of fifteen years in the 
Hastings School District, this longevity payment shall be increased to a total of
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$1,500 per year beginning in the 16th year. Such longevity payments shall be 
separate and apart from base salary.
ARTICLE VUI
MISCELLANEOUS PROVISIONS
1. This Agreement constitutes the full and complete agreement of the parties and 
may be altered, changed, added to, deleted from or modified only through the 
voluntary mutual consent of the parties in a written signed amendment to this 
Agreement.
2. This Agreement shall supersede any rules, regulations or practices of the 
Board which shall be contrary to or inconsistent with its terms. The provisions 
of this Agreement shall be considered part of the established policies of the 
Board.
3. If any provision of this Agreement or any application of the Agreement to any 
administrator shall be contrary to law, then such provision or application shall 
not be deemed valid and subsisting except to the extent permitted by law, but 
all other provisions or applications shall continue in full force and effect.
4. The Board agrees that it will not enter into any agreement with any other unit 
in the District on matters affecting the duties, responsibilities, assignments or 
working conditions of an administrator without the prior written approval of the 
Association.
5. The Board shall provide each administrator and any new hires into the 
bargaining unit with a copy of this Agreement,
ARTICLE IX
GRIEVANCE PROCEDURE
Section I -  Declaration of Purpose
Whereas, the establishment and maintenance of a harmonious and cooperative 
relationship between the Board and its administrators is essential to the operation of 
the schools, it is the purpose of this procedure to secure, at the lowest possible 
administrative level, equitable solutions to alleged grievances through procedures 
under which members of the recognized unit and/or the Association may present 
grievances free from coercion, interference, restraint, discrimination or reprisal, and 
by which the Board and its administrators are afforded adequate opportunity to 
dispose of their differences without the necessity of time consuming and costly 
proceedings before administrative agencies and/or in the courts.
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Section II -  Definitions
2.1 A Grievance is a claim by an aggrieved party that there has been a violation, 
misinterpretation or improper application of the provisions of this Agreement.
2.2 The Chief School Officer is the Superintendent of Schools.
2.3 Association shall mean Administrative Association of Hastings-on-Hudson.
2.4 Aggrieved Party shall mean the Association and/or any person or group of 
persons in the bargaining unit filing a grievance.
2.5 Party in Interest shall mean any party named in a grievance who is not the 
aggrieved party.
2.6 Hearing Officer shall mean any individual or Board charged with the duty of 
rendering decisions at any stage of grievances hereunder.
2.7 Administrator shall mean the Association, an individual or a group of 
administrators who are alleging the violation or who are similarly affected by 
the grievance.
2.8 Days shall mean days on which administrators are required to be in school.
Section III -  Procedures
3.1 Except at the informal stage, all grievances shall include the name and 
position of the aggrieved party. The provision of this Agreement involved in 
the grievance and a general statement of the nature of the grievance and the 
redress sought by the aggrieved party.
3.2 Except for informal decisions at Stage l.e., all decisions shall be rendered in 
writing at each step of the grievance procedure, setting forth findings of fact, 
conclusions and supporting reasons therein. Each decision shall be promptly 
transmitted to the administrator and the Association.
3.3 If a grievance affects a group of administrators or appears to the Association 
to be associated with system-wide policies, it may be submitted by the 
Association directly at Stage II, described below.
3.4 The Board and the Association agree to facilitate any investigation which may 
be required and to make available any and all materials and relevant 
documents, communications and records concerning the alleged grievance.
3.5 At the Board stage an aggrieved party and any party in interest shall have the 
right to confront and cross-examine all witnesses called against him or her, to
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testify and call witnesses on his or her own behalf and to be furnished with a 
copy of any minutes of the proceedings made at each and every stage of this 
grievance procedure.
3.6 No interference, coercion, restraint, discrimination or reprisal of any kind will 
be taken by the Board or by any member of the Administration against the 
aggrieved party, any party in interest, any representative, any other participant 
in the grievance procedure or any other person by reason of such grievance or 
participation therein.
3.7 Forms for filing grievances, serving notices, taking appeals, and making 
reports and recommendations and other necessary documents, will be 
developed by the Association and approved by the Superintendent. The Chief 
School Officer shall then have them printed and distributed so as to facilitate 
operation of the grievance procedure. (Printing costs will be shared.)
3.8 All documents, communications and records dealing with the processing of a 
grievance shall be filed separately from the personnel files of the participants.
3.9 Nothing contained herein will be construed as limiting the right of any 
administrator having a grievance to discuss the matter informally with any 
appropriate member of the administration and having said matter informally 
adjusted without the intervention of the Association, provided the adjustment is 
not inconsistent with the terms of this Agreement and the Association has 
been given an opportunity to be present at such adjustment and to state its 
views. In the event that any grievance is adjusted without formal 
determination, pursuant to this procedure, while such adjustment shall be 
binding upon the aggrieved party and shall, in all respects be final, said 
adjustment shall not create a precedent or ruling binding upon either of the 
parties to this Agreement in future proceedings.
3.10 The grievant may choose whomever he or she wishes to represent him or her 
at Stages l, 11 and III of this procedure, except that such representative may 
not be a representative of a competing employee organization.
3.11 Any administrator to whom Level I does not apply shall have immediate 
recourse to Level II of the grievance procedure.
Section IV -  Time Limits
4.1 Since it is important to good relationships that grievances be processed as 
rapidly as possible, every effort will be made by all parties to expedite the 
process. The time limits specified for either party may be extended only by 
mutual agreement.
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4.2 No written grievance will be entertained as described below, and such 
grievance will be deemed waived unless written grievance is forwarded at the 
first available stage within thirty school days after the administrator knew or 
should have known of the act or condition on which the grievance is based.
4.3 If a decision at one stage is not appealed to the next stage of the procedure 
within the time limit specified, the grievance will be deemed to be discontinued 
and further appeal under this Agreement shall be barred.
4.4 Failure at any stage of the grievance procedure to communicate a decision to 
the aggrieved party, his or her representatives and the Association within the 
specified time limit shall permit the lodging of an appeal at the next stage of 
the procedure within the time which would have been allotted had the decision 
been communicated by the final day.
4.5 In the event a grievance is filed on or after June 1, upon request by or on 
behalf of the aggrieved party, the time limits set forth herein will be reduced 
pro rata so that the grievance procedure may be exhausted prior to the end of 
the school term or as soon thereafter as possible.
Section V -  Stages of Grievance
5.1 Stage I: Informal
a. An administrator having a grievance will discuss it either directly or 
through a representative, with the objective of resolving the matter 
informally. The supervisor will confer with all parties in interest but, in 
arriving at his or her decision, will not consider any material or 
statements offered by or on behalf of any party in interest with whom 
consultation has been had without the aggrieved party or his or her 
representative present. If the administrator submits the grievance 
through a representative, the administrator may be present during the 
discussion of the grievance.
b. If the grievance is not resolved informally, it shall be reduced to writing 
and presented to the Chief School Officer.
5.2 Stage II: Chief School Officer
a. If the administrator initiating the informal grievance and/or the 
Association are not satisfied with the decision at the conclusion of 
Stage I, he or she may then file a written appeal with the Chief School 
Officer within ten school days.
b. Within five school days after receipt of the appeal, the Chief School 
Officer, or his or her duly authorized representative, shall hold a hearing
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with the administrator, his or her representative and all other parties in 
interest,
c. The Chief School Officer shall render a decision in writing to the
administrator, his or her representative and the Association within ten 
school days after the conclusion of the hearing.
5.3 Stage III: Board
a. If the administrator and/or the Association are not satisfied with the 
decision at Stage II, an appeal may be filed in writing with the Board 
within fifteen school days after receiving the decision at Stage II. The 
official grievance record maintained by the Chief School Officer may be 
available to the Board.
b. Within ten days after receipt of an appeal, the Board, or a committee 
thereof, shall hold a hearing on the grievance. The hearing shall be 
conducted in executive session.
c. Within five school days after the conclusion of the hearing, the Board 
shall render a decision, in writing, on the grievance. Such decision 
shall be promptly transmitted to the grievant and all parties in interest.
5.4 Stage IV: Arbitration
a. If the Association is not satisfied with the decision of the case at Stage 
III, or if no decision has been rendered within ten days, the Association 
may, within ten days of the Board’s decision or twenty days of its 
meeting the Board, submit the grievance to arbitration by written notice 
to the Board.
b. After the demand for arbitration has been made, the parties agree to be 
bound by the Rules of the American Arbitration Association.
c. The Expedited Labor Arbitration Rules of the American Arbitration 
Association will be used upon mutual agreement.
d. The power of the arbitrator stems from this Agreement and his or her 
function is to pass upon alleged violations of this Agreement and any 
disputes with respect to its meaning or application. He or she shall 
have no power to add to, subtract from or modify any of the terms of 
this Agreement, nor shall he or she have any power or authority to 
make any decision that requires the commission of any act prohibited 
by law or that is violative of any of the terms of this Agreement. 
However, none of the above shall be interpreted so as to prohibit the
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arbitrator from determining an appropriate remedy if he or she finds a 
violation of the Agreement.
e. The decision of the arbitrator shall be submitted to the Board and the 
Association and, subject to law, shall be final and binding on all parties 
to the proceeding during the duration of this Agreement.
f. The Board and the Association agree that they will be bound by the 
arbitrator’s decision previously rendered in all substantially similar 
situations.
g. Should any costs arise for the services of an arbitrator, they shall be 
borne equally by the Board and the Association.
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ARTICLE X
LEGISLATIVE ACTION REQUIRED
IT IS AGREED BY AND BETWEEN THE PARTIES THAT ANY PROVISION OF 
THIS AGREEMENT REQUIRING LEGISLATIVE ACTION TO PERMIT ITS 
IMPLEMENTATION BY AMENDMENT OF LAW OR BY PROVIDING THE 
ADDITIONAL FUNDS THEREFORE SHALL NOT BECOME EFFECTIVE UNTIL 
THE APPROPRIATE LEGISLATIVE BODY HAS GIVEN APPROVAL.
IN WITNESS WHEREOF the parties have hereunto set their hands and seals on this 
/ S E  day of . 2006.
BOARD OF EDUCATION HASTINGS-ON-HUDSON 
UNION FREE SCHOOL DISTRICT
THE ADMINISTRATIVE ASSOCIATION OF 
HASTINGS-ON-HUDSON
The Hastings-on-Hudson Union Free School District, 27 Farragut Avenue, Hastings- 
on-Hudson, New York 10706, does not discriminate on the basis of sex in the 
educational programs or activities which it operates and it is required by Title IX of 
the Education Amendments of 1972 not to discriminate in such a manner. The 
requirement not to discriminate in educational programs and activities extends to 
employment and to education of students. Inquiries concerning the application of 
Title IX may be made to John L. Chow, the District Title IX Compliance Officer, 27 
Farragut Avenue, Hastings-on-Hudson, New York 10706, Phone 478-6200.
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APPENDIX A1
2006-2007 Administrator's Salary Matrix
Step Elem  AP MS AP HS AP Elem P
Dir Spec Ed 
Services M S P HS P
1 $88,233 $98,886 $99,188 $111,159 $113,927 $117,440 $121,910
2 $89,116 $99,875 $100,180 $112,270 $115,066 $118,615 $123,129
3 $90,008 $100,873 $101,182 $113,393 $116,217 $119,800 $124,361
4 $90,908 $101,882 $102,194 $114,527 $117,379 $120,999 $125,603
5 $91,816 $102,901 $103,216 $115,672 $118,553 $122,208 $126,860
6 $92,735 $103,929 $104,248 $116,829 $119,739 $123,431 $128,129
7 $93,661 $104,969 $105,290 $117,997 $120,936 $124,665 $129,410
8 $94,599 $106,018 $106,344 $119,177 $122,145 $125,911 $130,704
9 $95,544 $107,079 $107,406 $120,369 $123,366 $127,170 $132,011
10 $96,500 $108,150 $108,480 $121,573 $124,600 $128,442 $133,331
11 $97,465 $109,231 $109,566 $122,788 $125,846 $129,727 $134,665
12 $98,439 $110,324 $110,661 $124,016 $127,104 $131,024 $136,011
13 $99,424 $111,427 $111,768 $125,257 $128,375 $132,334 $137,371
14 $100,418 $112,541 $112,885 $126,509 $129,659 $133,657 $138,744
15 $101,422 $113,666 $114,014 $127,774 $130,956 $134,994 $140,132
16 $102,437 $114,803 $115,154 $129,051 $132,266 $136,344 $141,534
17 $103,461 $115,951 $116,306 $130,342 $133,589 $137,708 $142,949
18 $104,496 $117,111 $117,469 $131,646 $134,925 $139,084 $144,379
19 $105,541 $118,282 $118,644 $132,962 $136,274 $140,475 $145,822
20 $106,596 $119,465 $119,830 $134,292 $137,637 $141,881 $147,281
21 $107,662 $120,659 $121,029 $135,634 $139,013 $143,299 $148,753
22 $108,738 $121,866 $122,238 $136,991 $140,403 $144,732 $150,241
23 $109,826 $123,085 $123,462 $138,361 $141,807 $146,180 $151,744
24 $110,925 $124,315 $124,696 $139,745 $143,225 $147,641 $153,261
25 $112,034 $125,559 $125,943 $141,142 $144,657 $149,118 $154,794
26 $113,153 $126,814 $127,203 $142,554 $146,104 $150,608 $156,341
27 $114,285 $128,082 $128,474 $143,979 $147,565 $152,114 $157,905
28 $115,428 $129,363 $129,759 $145,418 $149,041 $153,636 $159,483
29 $116,583 $130,657 $131,056 $146,873 $150,531 $155,173 $161,078
30 $117,748 $131,964 $132,368 $148,341 $152,036 $156,724 $162,689
31 $118,925 $133,283 $133,691 $149,825 $153,556 $158,291 $164,316
32 $120,115 $134,616 $135,027 $151,323 $155,092 $159,874 $165,960
33 $121,316 $135,962 $136,378 $152,836 $156,643 $161,473 $167,619
34 $122,530 $137,321 $137,742 $154,365 $158,209 $163,088 $169,296
35 $123,755 $138,695 $139,119 $155,909 $159,791 $164,719 $170,988
36 $124,992 $140,082 $140,510 $157,468 $161,389 $166,366 $172,698
37 $126,243 $141,483 $141,916 $159,042 $163,003 $168,029 $174,425
38 $127,504 $142,898 $143,335 $160,633 $164,633 $169,710 $176,169
39 $128,780 $144,326 $144,768 $162,239 $166,279 $171,406 $177,931
40 $130,067 $145,770 $146,216 $163,861 $167,942 $173,120 $179,711
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APPENDIX A2
2007-2008 Administrator's Salary Matrix
Step Eiem AP MS AP HS AP Eiem P
Dir Spec Ed 
Services M S P HS P
1 $91,383 $102,416 $102,729 $115,127 $117,994 $121,633 $126,262
2 $92,297 $103,441 $103,756 $116,278 $119,174 $122,850 $127,525
3 $93,221 $104,474 $104,794 $117,441 $120,366 $124,077 $128,801
4 $94,153 $105,519 $105,842 $118,616 $121,569 $125,319 $130,087
5 $95,094 $106,575 $106,901 $119,801 $122,785 $126,571 $131,389
6 $96,046 $107,639 $107,970 $121,000 $124,014 $127,837 $132,703
7 $97,005 $108,716 $109,049 $122,209 $125,253 $129,116 $134,030
8 $97,976 $109,803 $110,140 $123,432 $126,506 $130,406 $135,370
9 $98,955 $110,902 $111,240 $124,666 $127,770 $131,710 $136,724
10 $99,945 $112,011 $112,353 $125,913 $129,048 $133,027 $138,091
11 $100,945 $113,131 $113,478 $127,172 $130,339 $134,358 $139,473
12 $101,953 $114,263 $114,612 $128,443 $131,642 $135,702 $140,867
13 $102,973 $115,405 $115,758 $129,729 $132,958 $137,058 $142,275
14 $104,003 $116,559 $116,915 $131,025 $134,288 $138,429 $143,697
15 $105,043 $117,724 $118,084 $132,336 $135,631 $139,813 $145,135
16 $106,094 $118,901 $119,265 $133,658 $136,988 $141,211 $146,587
17 $107,155 $120,090 $120,458 $134,995 $138,358 $142,624 $148,052
18 $108,227 $121,292 $121,663 $136,346 $139,742 $144,049 $149,533
19 $109,309 $122,505 $122,880 $137,709 $141,139 $145,490 $151,028
20 $110,401 $123,730 $124,108 $139,086 $142,551 $146,946 $152,539
21 $111,506 $124,967 $125,350 $140,476 $143,976 $148,415 $154,063
22 $112,620 $126,217 $126,602 $141,882 $145,415 $149,899 $155,605
23 $113,747 $127,479 $127,870 $143,300 $146,870 $151,399 $157,161
24 $114,885 $128,753 $129,148 $144,734 $148,338 $152,912 $158,732
25 $116,034 $130,041 $130,439 $146,181 $149,821 $154,442 $160,320
26 $117,193 $131,341 $131,744 $147,643 $151,320 $155,985 $161,922
27 $118,365 $132,655 $133,061 $149,119 $152,833 $157,544 $163,542
28 $119,549 $133,981 $134,391 $150,609 $154,362 $159,121 $165,177
29 $120,745 $135,321 $135,735 $152,116 $155,905 $160,713 $166,828
30 $121,952 $136,675 $137,094 $153,637 $157,464 $162,319 $168,497
31 $123,171 $138,041 $138,464 $155,174 $159,038 $163,942 $170,182
32 $124,403 $139,422 $139,847 $156,725 $160,629 $165,582 $171,885
33 $125,647 $140,816 $141,247 $158,292 $162,235 $167,238 $173,603
34 $126,904 $142,223 $142,659 $159,876 $163,857 $168,910 $175,340
35 $128,173 $143,646 $144,086 $161,475 $165,496 $170,599 $177,092
36 $129,454 $145,083 $145,526 $163,090 $167,151 $172,305 $178,863
37 $130,750 $146,534 $146,982 $164,720 $168,822 $174,028 $180,652
38 $132,056 $147,999 $148,452 $166,368 $170,510 $175,769 $182,458
39 $133,377 $149,478 $149,936 $168,031 $172,215 $177,525 $184,283
40 $134,710 $150,974 $151,436 $169,711 $173,938 $179,300 $186,127
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APPENDIX A3
2008-2009 Administrator's Salary Matrix
Step Elem AP MS AP HS AP Elem P
Dir Spec Ed 
Services M S P HS P
1 $94,645 $106,072 $106,396 $119,237 $122,206 $125,975 $130,770
2 $95,592 $107,134 $107,460 $120,429 $123,429 $127,236 $132,078
3 $96,549 $108,204 $108,535 $121,634 $124,663 $128,507 $133,399
4 $97,514 $109,286 $109,621 $122,851 $125,909 $129,793 $134,731
5 $98,489 $110,380 $110,717 $124,078 $127,168 $131,090 $136,080
6 $99,475 $111,482 $111,825 $125,320 $128,441 $132,401 $137,440
7 $100,468 $112,597 $112,942 $126,572 $129,725 $133,725 $138,815
8 $101,474 $113,723 $114,072 $127,839 $131,022 $135,061 $140,203
9 $102,488 $114,861 $115,211 $129,117 $132,331 $136,412 $141,605
10 $103,513 $116,010 $116,364 $130,408 $133,655 $137,776 $143,021
11 $104,549 $117,170 $117,529 $131,712 $134,992 $139,155 $144,452
12 $105,593 $118,342 $118,704 $133,028 $136,342 $140,547 $145,896
13 $106,649 $119,525 $119,891 $134,360 $137,705 $141,951 $147,354
14 $107,716 $120,720 $121,089 $135,703 $139,082 $143,371 $148,827
15 $108,793 $121,927 $122,300 $137,060 $140,473 $144,804 $150,316
16 $109,882 $123,146 $123,523 $138,430 $141,878 $146,252 $151,820
17 $110,980 $124,377 $124,758 $139,814 $143,297 $147,716 $153,337
18 $112,091 $125,622 $126,006 $141,214 $144,731 $149,192 $154,871
19 $113,211 $126,878 $127,267 $142,625 $146,178 $150,684 $156,420
20 $114,342 $128,147 $128,539 $144,051 $147,640 $152,192 $157,985
21 $115,487 $129,428 $129,825 $145,491 $149,116 $153,713 $159,563
22 $116,641 $130,723 $131,122 $146,947 $150,606 $155,250 $161,160
23 $117,808 $132,030 $132,435 $148,416 $152,113 $156,804 $162,772
24 $118,986 $133,349 $133,759 $149,901 $153,634 $158,371 $164,399
25 $120,176 $134,683 $135,096 $151,400 $155,170 $159,956 $166,043
26 $121,377 $136,030 $136,447 $152,914 $156,722 $161,554 $167,703
27 $122,591 $137,391 $137,811 $154,443 $158,289 $163,168 $169,380
28 $123,817 $138,764 $139,189 $155,986 $159,873 $164,802 $171,074
29 $125,056 $140,152 $140,581 $157,547 $161,471 $166,450 $172,784
30 $126,306 $141,554 $141,988 $159,122 $163,085 $168,114 $174,512
31 $127,568 $142,969 $143,407 $160,714 $164,716 $169,795 $176,257
32 $128,844 $144,399 $144,840 $162,320 $166,363 $171,493 $178,021
33 $130,133 $145,843 $146,290 $163,943 $168,027 $173,208 $179,801
34 $131,434 $147,300 $147,752 $165,584 $169,707 $174,940 $181,600
35 $132,749 $148,774 $149,230 $167,240 $171,404 $176,689 $183,414
36 $134,076 $150,262 $150,721 $168,912 $173,118 $178,456 $185,248
37 $135,418 $151,765 $152,229 $170,601 $174,849 $180,241 $187,101
38 $136,770 $153,283 $153,752 $172,307 $176,597 $182,044 $188,972
39 $138,139 $154,814 $155,289 $174,030 $178,363 $183,863 $190,862
40 $139,519 $156,364 $156,842 $175,770 $180,148 $185,701 $192,772
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